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Wm/Loss Dat’abaée_ |

, ‘ ‘
A new addition to the Market Intelligence pages is the Win/Loss section.
- Fach market intelligence manager does selective win loss analyses by product -
ine. : o _

These win loss case étudias can npow be viewed by Industry, Product Line,
Quarter and Region. ' : E '




Market Overview |

» Competitive Landscape
+ Midwest: Oracle, SAP & Lawson'
, Lawson & wildcard o l S
Orade & SAP
* West: Oracle SAP. & Lawson
* Canada: Oracle, SAP' & Lawson
» Europe: SAP, HR Access & Oracle
- Asia: SAP, Ofacle & IDE |
Latin America: SAP, Meta4 & Oracle | Peoplesoft :
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»We mainly see the same competitors, but it varies slightly by region. Sometimes it dcpends on how.strong the oompettlors salesteam may be
in a certain region. .
*Northeast New Business: they seldom see Oracle. The third corhpetitor can be ADP, an Ultfmatc upgrade and recently JDE.
“West: Toss up between SAP and Oracle. Depends on how well Oracle or SAP could be staffed'in a partxcular area. The West sees Lawson
exclusively in healthcare and they are the #1 competitor i mid-market deals.
»Canada: Lawson has only recently mtroduocd Canadian Payroll, but they are showingz up in  some deals. We think the mid-market phayers
will be disappearing soon. C ) - R
Asia Pac: the order varies by country. Singapore will p
#3 competitor will definitely be different by country- it's
Australia so we may see them more. : : o
-Latin America: The competitors vary by country, for Payroll it is usually a local firm. Mexico, Brazil and Argentina all see SAP the most.

ably have Oracle as #1, whereas Malaysia will have SAP as the #1 cdmbefitor. The
ormally a local competitor. JDE just recently got their first payroll customer live in -




WW Market Share|

WW HR/Payroll Revenue by Top Vendor
: source: IDC, 2001 -
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Based on revenue, IDC shows u3 that SAP is the largest HRMS vendor WW. As we know SAP
throws in HR in a fot of ERP deaks and the solution may be shelfware.
' t

Lawson ranked #8 in to WW ventlor list. Kronos is # 5.‘CYb0{g.#6 and Sage #7. ‘




US Market Share|

US HR/Pajyroll Revenue by Top. Vendor
‘ : source: IDC, 2001 :
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PS is the #1 vendor in the US. :
Lawson ranked #6 in fo US vendof list: Kronosis #5. -
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~ This.chartis from a report publi

This research from the Giga gro p i$ more 5|gn|ﬁcant than the IDC numbers. Here you
- see we have the largest % of live customers.

" We have 16% Live on 8, 60% Livdon 7. 5x%, 18% Live on 7.0x and 6% Live on: <7 0.
As of 2001 we had 600 custonjers live on 8, 375 were in the HRMS pillar.
In SAP and Oracle’s marketing materials, their customer success stories are not just
HRMS, but ERP. Further proof that they have few live HRMS customers.
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Let's stast with an updéle on Oracle because every region seems.to see mér;l. I have éompiled quite a bit of Infomialibn. but  won't be gdinﬁ into
detail on each bullet point. You will have access 1o this presentation with the Notes, so you can review the information at your ponvenienee.
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~» Oracle Streng
» Complete o-B

siness .Sﬁitg
» Owns the technology stack
* (Global Footprint:

* Marketing Sfrépﬁgth’ .

ORACLE

Peo,

Market Intellipence]

~Complete eBusiness Suite: The breadth of Oracle’s
more efficient and less costly to have an inlegrated suit
because some of their products are less developed (mo
offering the modules on a stand alone basis. And they h
analysts are advomtmg integrated systems - with the ex
science.

uct offering is substantial - they play in all areas of ERP. Their message is Ihat it ls
from one vendor. Oracle has not been successful with their “one stop shep” message
' bugs) than others. Recently they hiave backed away from this approach apdare -

ve publlshed their APIs to make integration easier to other applications.Glga and Meta

tion of HR. If you need the shalegic runchonal‘ly~ go BOB Integration is not rocket

*PS Posilion: we match the breadth of their product offenng Our products are more oonﬁgurable and can be so!d asa BOB as weII

as an integrated suite.

‘Technology Stack- their lange installed base of databa
opportunity to cross sell. They try to leverage their exi:
experience has been that if the Oracle database is instal
They don't want to invest time in leaming new skills. Th

*PS Positlon: We are plalfojm independent a
_ customers; it’s nof simply an issue of price.

*Global- Oradle suppoxts 29 languages. (PeopleSoft su
with.6 more couniry extensions.being added by lat
applications revenues for 2001 were 41% of total (28%
management in Asia is local and-are IT industry vetera
Oradle Asia/Pacific is the largest software company in the
regional headquarters is located there. Oracle has based’

e accounts gets them.into many deals, almost ‘automatically and affords them the -
rice in-the account and their refationship with the CIO- often a key decislon fhaker. Our
and IT ks a major decision maker, Oracle has a good chance of winning the deal

claim its easier to administer one system. .

offer our customers a choice of databases. We oﬁer‘ atrie va]ué.proposition toour

s 11 languages .) They have Iocallzed payroll in 9 countries- we are in 10
2002. We both have HR country extensions in 15- countnes International. -

EA and 13% Asia/Pac:) In Asla, they have a farge and aggressive sajesforce. 'fheir
with a lot of connections - this is helpful because often it is a: relahoaship sellin Asia.
e region. They have the strongest presence in Singapore, due to the fact that their
2 of its 3 international development centers in India. They just launched Australian

payroll in 2001. They won McDonald's becatse they proinised to build the functionality in any counlry that was needed. Just this year, they

are compliant with French HR regulations and they

introduced French payroll. France is a payroll dnven mad(et so now with

product we will see them more. We have been compliant in France for 9 yrs. We won Ken McGee because they lacked German -

functionality. We won at Logitech - they lacked Ho

ng Keng funchonalrty They cannot show in a single panel, a multiple country

view. If a Japanese company wanted to look at thﬁ;_‘E r Geman subsidiary, they would need to log.out and log in again. They demo

lhat they can do this, but the functionality is not the
license revenues.

International is our largest growth area. International revenues were 31% of total

ferences. Oracle deploys a lot of negative tactics. PS Position: we focus on our

-Marketing Strength: they actually have posted on lheljste 1080 Referenceable-and 4000 implementing 11i. No analyst will verify this and

as you know, no Oracle sales person can NAME these

technology and product strengths - and position ourselves as a trusted business partner. A recent Giga report stated that we are poised to

become the #2 applications vendor in 2002.

11



ORACLE" |
*Solution Strengths A

. Reporting environment - Discoverer 4

> Compensation Workbench

* iLearning Salution

* Fast Formulas ‘

* FlexFields

PeopleSoft

These Solutions strengihs were ldentlﬁed by sgme of our PCs and Sales Managers. The prospect pen:eiv&s these points as

strengths.

rs simple lo use in the demo, but Giga rates Dlsooverer as a basic tool. They

-Reporting Toal: This ad-hoc query tool appe
position it asa %eport Wizard, which is GUI-baged and targeted to the Power User. Itis Integrated into the Oracle suite, but the -
downiside is, it does not work well outside of an|Oracle environment. Frequently Oracle users find this 1ool insufficient and then

need to go with a Best of Breed such as Cogni
databases. We deliver over 250 standard repo

or Business Objects - tools that are. better engineered and work with all
for HRMS that cari be run from the browser and can be viewed and managed.-

through the browser. With Ptools 8.17 our quety tool allows you to define and run ad-hoc gueries through the browser. People .
want the ability to design nVision reports on the Web. nVision is Excekbased and so this requires a re-write which will be done in.
Release 9. Right now you can only schedule, view and drill from a browser.

-Compensation Workbench: This was due out in April, it has been delayed. They are demoing a prototype. A manager will be
able 1o manage, on a single page, all elements jof compensation such as stock, salary increases & bonuses and do what if

analysis. There is a way fo getthe data out of HS to do oompensatlon analysns but it is not available ona smgle page today. This

will be addressed in Rel9. - |

-iLearning: is a Learning Management Syslcm thatli
HRMS. The praduct offers integration of external sq
is their third attempt (the first two failed" badly). PS

payroll without them. It takes a Power User to add,

is avan]able as m—house or as a hosted sohmon Integtated with Trmmng Admm and
urces (such as a training catalog), a Chat forom and advanced testing functionality: This

will announce our e-Learning strategy this quarter.

odify and upgrade the formulas. These are not stored and you cannot report off them.

+Fast Formulas: a tool that allows power users to dflcalculamns on the fly. Fast Formulas are the engine of tlie payroll system, you can't un

The benefit is you can make a-change without
America. With Global Payroll because it is rules-ba

ropping into the toolset. With PS, this réquires a customization in Paymll for N,
3sed, we can do these ca!cnlatmns.

-FlexFields: they pmvxdc ability to create fields on the fly. This is lheway Oracle presents configuration. Flex Flclds can be added on jllS(

abanit any form in any application. Flexfields could
functionality in the product The user cannot title the
Oracle positioned flexfields at Club Med.

ulso be positioned as a weakness- they need flexfields to make up for the lack of
flexfield. Also in the report, the flexfield has no title. Jean-Claude will discuss how

8
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ORACLE'
- Oracle Weaknesses PeopleSoft Opportunities
'+ Quality of products Re,lea_se-_-HSIquality )

' Compass‘.MethbdQl
improves implementation

* Problematic
implementation

7]

: Solid qufade roadmap

* Cumbersome upgrade
' ' ‘No code on the client

process
> Not 100% Internet

! | T o

*Quality: Customers are not achieving ROI, yet, with 11i because they are spénding so much time applying and thaintaining -
patehes, which are coming out on a monthly basis. A recent AMR report staled that.companies had to use 3™ party management
tools to get control of the patch process. 11i was fefeased in May 2000, yet is has only been over the past few wionths that ’
customer success stories have been getling any press. There wete 5000 patchies in 11.5.2. We released our product 6 months
later and we have more customers live. | . . :

"Implementations: We have gotien into dé_eals where the Oracle _Fi_nahdal_s imbleménlaﬁon has gone over budget and schedule
and the customer does nol want to repeat the experience with HRMS. At Carlson companies, the Financials implementation was
2 yrs behind schedule and 3x over budget. Oracle recommends that a customer be in the same release for-all apps. There are

problems when patches come out — if things arenlt coordinated, the whole system can crash. Our Compass Methodology with 8

-Cumbersome Upgrade Cycle: Only 10% of their

Approx 379 customers live on HR. Support for 10.7 will end June. 2003, so upgrades should be increasing. For PS, approximately 20-25% of
our 2600°'HR customers have upgraded or are working fon the upgrade, from a prior reléase.(Erinn Johnson HRMS Product Customer . -
Services). We offer our customers a clear roadmap that makes moving to our enhanced functionality smooth and easy. _ N

-Not 100% Internet. ESS look and feel and Powef User look and fee! is different because Core HR is in some Java. In many.
Oracle deals, we lead with a technolog_y demo. They are not XML compliant and this makes their applications more difficult to
integrate with other applications. XML and Java do¢ not mix. Bul, XML and HTML are synermgistic and allows PS to go wireless.

13




ORACLE , b

A !
. : I -
Solution Weaknesses PeopleSoft Opportunities ‘ ‘
* HR not a strategic focus  * Thought leader
* Lack of referetces . Customer_t_estimonia]s

No builtin intégration  * We offer Collaborative

with 3rd party providers applications |

No,Employee'fPortaI  Roles-base Portal with.
pre-built templates

[

PeopleSoft

Market Intelligence]

tirition in their Product Strategy feam. They are not focusing en developing

ul rather they are just concemed with dealing with dally issues —sucias - i
supporting 3 versions of their product. In June, 60% of HRMS sales mgr. and PCs were laid off- many have come to PS. They '
are very selective in the HRMS deals that they ¢hoose lo play in; they want to make sure they have a good chance of winning |-
before they devote sales resources to the opportunity. Their recruitment product has been delayed and supposedly is due outin \

, March. They claim they had to wait for changes|on the platform side. The market considers us a Thought leader: We are actively
involved In HR trade associations and events. We have an extensive array of user groups. We spend a significant amountof
dollars on R&D so we can anficipate our cust ' -

-HR is not a strategic focus: There has been
strategic applications such as SS or Analylics,

s needs and remain on the cutting edge.

-Reférences: Only 2 live Canadian Payroll customers- Estee Lauder & Liberty Mutual. They cite only-3 refererices on their web
page- one being Staff Leasing (now Gevity HR)|who heavily customized the product. Oracle has a hard time defivering to an
organization with >25K employees. Lithonia Lighting is used as a reference, but they could not get payroll to work and Oracle " -
Constilting had-to build a customized solution. The British Health Service will be their largest iniplementation of HR arid Payroll
with 1.2M employees and 20K concurrent users accessing the system. This contract should be a-real challenge for Oracle and it
will be interesting to watch their progress. (PS did not bid on this deal, we have no healthcare focus in the UK)) We continoe to
add to our customer references by indusiry andsize of company. As of January, we had 10 customers running Global Payroll.
France won 12 Global Payroll deals in 2001 & they can serve as good references. Important to have prospect askif the
reference is oh the current technology stack- 97 plication Server- otherwise it is not an apples to apples comparnison.

*No built in inteqration with 3rd parly providers such as Authoria and HireRight. They use APls to link to 3nd parties, .no
imbedded integration. 40% of IT resources couldl be spent on maintaining interfaces. Our collaborative apps have the benefit of
singlé sign-on, security and one toolset. Our solution is table driven so it is easiér to add suppliers. We are also focusing more on
EIP development, to support the customer’s ability td streamline business processes with partners of their choice.

+No Portal: Claims they have easy navigation sp they don’t need a portal. Oracle has a confusing message regarding portal, -
they have had numerous versions. Employees were told to use myOracle.com and this would then be sold as product. We demo
Planet PS and show how we "drink our own champagne.” Our portal is a strong stand-alone product. John MacNeill will talk how
the Portal was key in his win at Borgata. '

14




ORACLE‘ :
Oracle HRMS Meets Small Percentage of Com pany Needs
. Source: Morgan Stanley- _
Human Resmaces
o1-100% 3
B1-0% 1% _
e - e .
f1.10% i : £ 1 '
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This graph is from a Morgan Stanley report, pubhshed 01/17/02. They o
conducted a joint survey with the mdependent Oracle Applications User Group.
They received 210 responses, of which 139 completed the entire survey The
survey was conducted 12/5 01—01/01/02

This graph shows that 4l°/ ‘of the respondents think that the Oracle HRMS
solution meets 50% or les of their company’s needs

What % of the functmnal oes Oracle bave in each of the followmg areas,
relative to your company’s peeds in the following areas? :

This graph illustrates that Oracle HRMS satlsﬁes basnc needs but itis nota

The above graph was the respondents’ answer to the questlon. ‘
d
strategic solution. -

16% of the respondents had PS HRMS installed. This was the: hlghest
percentage of any competl or product. Next was Siebel CRM at12%

34% of the respondents have HR live, the highest % were live on Financials-
92%.-

65% stated that the detabas% was an important factor in selecting Oraele
applications. ‘

47% said the applications were just average.
52% said Oracle was not a clistomer centric company.

58% favored the suite, if it didn’t sacrifice functionality. 15




- ORACLE |

"+ Oracle Selling Strategies Against PeopleSoft
~« Discounts | . |

~« Focuses on extecutlves &i 1gnores evaluaum team

* Demos at hi lcvcl doesn’t compete on ﬁmctxonahty
~ *Focuseson © Drag and Drop” functlonahty ‘. L
~+ Creates FUD pround integration .

1

*Discounts: They offer heaving discounting, but|this could be a short temi sfrategy to grab market share and gel references.

There is.a culture of closing revenue, not losing on price. They can discount the apps and make the customer pay more with the -
database. Oracle daes not price the HRMS moditles separately, they price by type of user. They don't change extra for the self-
service applications or intemational functionality. When they discount, they are not pulling out functionality in grder to lower the 1
price. We need to focus on the breadth of our p uct. For instance, with Benefits Administration, our system knows who you are A
.s0 when you choose benefits, you only see in the form benefits that you are e!igible for. Only Oracle Advanced Benefits pmvndes :
this validation. We package otr soiutions differently than Oracle, so it is a challenge to do a real comparison. if's importantto
focus on the customer’s needs and bundle, as appropriate. (Jan. 17" announced price cuts. Pricing is $4000 for a power user

and $400 for a casual user. This pricing does no apply to payroll and some other applications.Oracle set a minimumlist ~
licensing requirement of $250K with the minimum # of professional & SS users at 10% each of the employee organizaﬂon The
analysts noted that thiey need-to do this because) their application sales are down.)

‘Executives: Contact with Executives is key to winning the account. Oracle may already have a nelatlonshlp with the CIO due to
the installed database or knows the CFO because Financials is installed. They iry to leverage these relationships to get access
to.other C-level executives. Sometimes this works effectively for them. The key fof them is to have executive buy-in for the
.integrated solution, They try to sell their total of ownership 1o the CIO by saying that upgrades by each vendor will cost them
money to re-establish the integration. So, with a BOB, you are paying year after year. They invest time in leveraging their existing
customers in selling the vision to prospects. Their partner communty is strong and Oracle provides them with a lot of leads to
make them dependent on Oracle. They pay a finder’s fee of up to 10%. In a well managed company, the executive team will
respect the evaluation team that was set up. Oraple’s tactics of ignoring the evaluatlon team often backfires. You'll Ieam more’
about this issue in the win case studies that will be presented shortly.

-Demos at High level: Need to educate the prospedt to ask to see deeper functionality. In the Morgan Stanley reporl only 1%
of the respondents said their Oracle sales rep was knowledgeable about the product and helpful. They highlight their Drag &
Drop funclionality. They do this because they ard not 100% HTML. Only Java supports Drag-and Drop. They akso mentlon that
PS being 100% Intemet, is too siow for heads down data entry. Need Java for field by field editing.

-Customer Base: integrating with Oracle Financials is not rocket science and a sophlstlmted IT dept'knows this. There are 3
major infegralion areas: Payroll>GL, Gamishmerjts>AP and Time to Projects. {Sometimes there is Beneiits to Billing.) The VP of
IT at Kerr McGee, an Oil and Gas company, said that integrating PS HRMS to Oracle Financials would be similar to integrating
the two Oracle products. He understood the issues and did not see integration as an obstacle. DMC Stratex also considered

integration a non-issue.

Al Jast month's European user conference, Elltso}v announced Oracle would replace existing applications with 77i for free,

including all software, hardware upgrades, migralion, and consulling services, in return for a five-year commitment. The cost of

this deal is the customer's exisling IT budget. Give Oracle what you're already paying for your HR system & they will replace 16
these, quarantee all uparades. and vou pav 5% less for each of the five vears.
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Win at Carlson Compames —$4M. 40,000 employees

PeopleSoft received an RFP in July, 2000 for the Restaurant Division of Carlson Companies, This division is Carison's. Iargest with 75% of the
employees. Early on it was decided to expand the scope df the project and inchide all six Carlson.companies. This was a chaﬂengmg endeavor
because this was the first time that the companies worked|on a joint project. The software purchase was to-be charged baek lo the divisions. The
restaurant division took the lead on the evaluation because they were the Jargest division and would be paying for the majomy of the cosls. They
are based in Dallas: Demos were done in Dallas and laterat headguarters in Minneapolis

Paln Polnts: Losing support from legacy systems; Expensive Interfaces to.maintain; Multiple disparate syslems
Business Requirements: Single HR database; Intemet atcess; Leverage RO} for self-service
Decision Makers: CIO and Senior VP of HR. Final decisign required Board approval.

Lawson Tactics: Tried to exploit their home town advantdge and Richard Lawson's relationship with the CEO of Carison, Marilyn Carlson Nelson. |

Carlson's corporate office is located in Minneapolis. Offered the lowest price, as well as the first year of maintenance for free: Told Carlson they
would be Lawson's premier customer. Knocked out in 08/01 because Carison realized their Workflow was fimited, Self-Service functionality was
not sufficient and their Payroll functionality did not meet Carlson 's requirements. The pm]ed team realized that Lawson was. behmd in technology

PS positioned technology up-front. A technology demojwas done early and the IT group was sold on the advantages of PS 8. GKN Automotive
was used as a reference. PS 8 was introduced 09/00 and by 11/00 we had a live reference. Carison thus considered PS a lower risk than the .
competition. Carison did a site visit at Dave & Busters and|at Hillon. They were aware. that Darden and Brinker wem customers. These references
proved PS was strong in the hotel and restaurant industries. Developed strong relationship with IT Director of the Resfaurant Division, who was
also in charge of the Project Team. The IT Director was well informed and exerted his influence on-the project team to select the be.st technelogy

Good relationships were also cultivated at the projec( team level and with the VP of HR in MN. Following Lawson's offer to treat Carlson as their
premier customer, PS upgraded Carison to Premium supppont, at no extra charge

Oracle Financials implementation. Sales Manager stated that eCenter could host for less. Carison then opened the bid to ASP providers. eCenter

Originally Carlson’s Shared Services group was to host Ai\iprojed. Shared Services inflated their fee because they were bumed badly with the
ikey model with a fixed price for implementation and hosting services.

did not get the business because they could not offer a tu

WHY WE WON .
1 Breadth and depth of HRMS 8. Carlson wanted the Cadiflac of HRMS and thought that only PS fit the bill.
2. Live reference in November, 2000 - proof that our technology and functionality worked

3. PeopleSoft intemet Technology
4. Largest amount of self-service transactions - Carlson was focused on RO for self-service applications.

5. Carlson's Project Team was sophisticated and technology savvy. They dismissed offers of discounted software and free customizations,
realizing the technology of the competitors’ was not sound
6. Sales Manager had a solid and credible relationship with the project team and key execulives. He stayed on top of the account and countered
the competitors’ offers without giving the deal away for free.

17



ORACLE ;

The Limited Brands}

* The Limited
> Express
> Lane Bryant
» Lerner New York
» Structure.
*NY. and Co.

~» Henri Bendel
» Victoria’s Secret
> White Barn Candle:
> Bath and Body Works

Win at The Limited
Opportunity: 3.6M 120,000 Employees

An evaluation wastctiile:a h%sﬁm&mlﬁd 3&% Qﬂmﬁmme Limited did not want to wait for 8.0 to be released

Oracle was selected. In Dggemby gﬂ re% plementation costs, . -
database costs and no referenw le cystoraei e or of oy (with PS expenenoe) .
decided o re-evaluate theﬁﬁﬁamlﬁ system 0 were the ey ae‘n& 1

makers?.
Pain Points: Employee tumover is the retail industry’s biggest concemn. The Limited’s numeroUS brands (duvnsnons) ran different _
systems. They needed to consolidate systems to achieve cost savings and streamline the process for employee management (hire

to fire.)

Business Requirements: Central HR Service ter to drive eﬂic:encaes and |mplement HR best prachces across the
brganization. Hosted solution Outsource Payroli R duce costs by eliminating redundant systerns

Decision-makers: COO VP of HR Technology. The CFO and CIO made the final decision.

Oracle’s Sales Tactics: Altempted to circumvent the Project Team' by directly contacting the Brand Executives and ClO; Did not
compete on technology and scalability; Knew they ¢ould not win on funchonahty ) the sales process was not a true bake—oﬂ‘ They -
tried a variety of ways to change the nules and eliminate PS

PeopleSoft Strategy: Emphasized that Oracle had no live customers with over 25,000 employees. The Limiled is a nsk-adverse
organization and they did not want to be Oracle's |

Focused on customers in the Retail Industry- Kmarl, JC Penny, Sears and Walmart.
Positioned Stock Administration as a differentiator $trong Partnering Strategy

Parinered with Microstrategy for the datawarehousihg toolset. They offered retail templates. Parinered with ADP to oulsource
Payroll. The Limiled already decided to outsource their payroll and ADP was the vendor that was used the most for payroll. In 2-3
years payroll will be brought back in-house using P$.

Executives participated in User Conference and Exg¢cutive Symposium and were very impressed with PeopleSoft. PS Executives
were involved in the Sales process. eCenter is being considered along with other ASPs to host the solution.

Why We Won: Laige scale retail customer base, HRMS Best of Breed; PIA and the ability to deploy at the store level; Ability to refererce and
deliver HR Shared Services Center capabilities - including CRM HR Helpdesk; Strong partnering strategy & ability to meel the needs of the Retail

industry 18




ORACLE"

* Why We Win Against Oracle
* PIA —no cb'c:ie'on client for entire suite E
» Single Global ¢ode line and database
. Lérge cus";omelrs live on Payroli
* Position collabbfativ_é apps & j)ortal

. ~Peop1886i_’t executive involvement

| 1 | Peo

Marieet Intelligence

*PIA: Posilion PSFT as pure Internet, for our entiré suite of applications, including self service and typical ‘power tser’ péges.
Oracle’s ‘power users’ still utilize a Windows client| (fook and feel) user |nterface Oracle requires Java code-on the client
(attached or detached devices) which is a higher cost of ownershlp

-Global Product: For Global deals, stress our single global oode line-and dalabasa Oracle has mulbple code llnes dependmg

upon the Global region. ‘

_~Large Customers Live on Payroll: Oracle currently supports Payroll for us, Canada UK, Australla New Zealand, Singapore
and Japan.' Several other countries (ltaly, Korea, Malaysia) are builtfmamtamed by 3™ parties. ‘No presence yet in Continental

Europe, but have announced French Payroll for laler in 2002. Societe General with 33K ee'is live on global payroll. Customers -

live on N. American payroll include: First Union/Wachovia with 74K employees, Raytheon with 83K emplo%es and US Bancorp
with 55K

-Position collaborative apps & Qomﬂ' Stress PSFT single sign-on, security, toolset and ease of use; true suppller lntegrabon .

built by PSFT, versus simple web links; PSFT same ‘look & feel’ for SS and core: HRMS; and demo PSFT portal_wnh the
_praspect’s web -content; and do a ‘praof of PIA coricept’ demo on the prospect’'s PC outside the firewall whenever possible.
-*HRMS Market Share: Many of the largesi compafies in numerous industries sucl'i as Financial Svcs Utilities, Retail and
Telecomm have PS installed. We are a less risky solution. :
*PS Execs Involved: Understand the political landscape within the account and Oracle’s relahonshrps at Executive levels,
including the Board of Directors. A number of deals have been won by PSFT, even at the Exeeuhve Sponsor Level, only to be
overtumed due to Board level relationships.
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re and Live Customers.

Competitor Update
s Oracle |
* SAP

» Lawson

- Q&A

PeopleSoft

Chicago present their rece:

t wins. They’ll discuss the competitor’s tactics and

We're pleaSed to have 4 :Ee‘s'managérs from Paris, Sydney, Teaneck and_

‘what they did to successfully close the deal.
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'+ SAP Strengths
~ « Installed base
* Integrated ETR%Prs'uite'
f,.GloBal Afootpdnt |
» Manufacturing vertical focus

PeopleSoft

Not surpnsmgly some of these pemts are similar|to Oracle’s strengths.

~Installed Base: Clearly a key strength of SAP i their 17,000 customers. HRMS tends to be sold into their customer base Sales
Managers are encouraged not to sell mySAP HR |as a standalone to new accounts, but to expand the enterprise. For many who -
have purchased HRMS, as part of an enterprise deal, it remains shelfware (as the previous Giga slide indicates.) Mainly their
European cuslomers install HRMS. A recent Forrester report on implementation said that 80% of SAP inslalls have PS.

-Integrated ERP Suite: similar to Oracle they offer a oomplete suite. SAP is good at marketing business probesse's. they do not ‘
sell product. )

*Strong Global Footprint - — SAP has support for|35 countries and dehvers 3 |anguages Their new mmahv&c include country
versions for China, Finland, India and S. Korea and enhancements to expatriate management. We just announed that in 8. 3we
support Traditional Chinese. Lehman Bros project 20% growth in Americas and Asia. In November they annoimced a new
research center in Brisbane, which is a joint project with Queensland U. Efforts will focus on mobile technology, e-learning and
workflow. They have R&D facilties in India with plans to have a $taff of up to 1000 by 2003. SAP India Is one of their fastest
growing subsidiaries. They have a long history in Asia and offer a lot of localized products They have a 43% market share in S.
Asia. They do offer more support services in Asia|than PS. This makes the customer feel more comfortable when there are
people on the ground that can quickly handle thei problems. Only about 60% of the HRMS customers are live in Asia. We will
have a stronger presence as we add more local funcliorality and have more Global Payroll refererices.

:Manufacturing: They started out in MFG and this remains their focus. They provide a strong solulmn for a mfg oompany

~
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* Solution Strengths
* Portal fechnl lbgy_
* Time and Labor »
+ On-line \graphi-cka_l brgahiiation charts
* Announced Iue'_a‘ming‘ Méﬁégeﬁe_’ﬂt solution

s . o ' PéopleSoﬁ

following their TopTier aoquisihon Their demos focus on Por(als mySAP
Workplace Portal gets high marks for a good GYI, transactional capabilities and integration with non-HR transactions. it is roles-

based and supports ESS and MSS. PS Enterprise Portal stacks up well agalnst their story. What is important to-keep in mind is . '

that their Portal technelogy and SAP Applications are not the same teclmology they haVe different toolsets and therefore’
requlre 2 different.skillsets.

~Time.and Labor: They handle warkforce sch uhng well anditis fntegrated wuh their MFG pmduct They can handle collisions.

If an employee plans to take vacation, the system will update their time sheet. So it their manager goes in and tries to-schedule
the employee for a training class, a collision will pop up. They handie Absence Manzagement: We will only do this i in release 9.

-Org Charts: SAP has a on-line org chart feature. They cain- drag and drop on their gmphieel organization structure and it moves people
automatically and updates their record. We offer o customers org chart capability-via our pariner HR Soft.

*Leaming Mgmt Solution: They announced they are developing their own leaming managewierit system which will be defivered
next quarter. SAP has only 3 beta customers (ofe of them is the U of TN.) The solution will provide educational content for a
company's employees, pariners and customers |Analysts hiave said this'is a forward-looking strategy because wstomer—based
e-leaming will be a huge market in the future. | giready mentioned, we wrll announce our strategy ﬂﬁs quaner
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SAP Weaknesse PeopleSoft Opportunities | . | A l
Comiplex architecture ~~ * Lead w1th PIA '

TCO | » Lesshardware required
° Lengthy & costly K Compass Methodology .

implementati o » PeopleTools enables
* Need HR installed for - user to set up workflow

workflow to work for each product

~ComQIex archrtecture. They lead with an op archnecture message, but SAP uses proprietary mlddleware. Whlle we use

BEA Tuxedo. SAP has their own proprietary syst management and scheduling tools. We leverage industry standard teols such as P .
OpenView and CA’s Unicenter. SAP is workmg re—archltect their technology. Thelr focus is on oomponenhzaﬁon but f
this transition may take several years. R

*TCO: SAP architecture requires a much heavi investment in database servers and application servers per nuniber of T
concurment users which leads to.a higher TCT. We won state of Oklahoma because of TCO. We parinered with IBM and could |
prove lo the client that Iong-len'n— even 5 years, we had lower cost of ownership. Just visi their web site where all their benchmarks

are published. Do & comparison on the number of application servers SAP. reqnues fora hlgh volume HR solution vs PeopleSoft.

-Implementation- We've all heard that their implementations are costly and lengthy Home Depot had an enterprise SAP I’cense
and they were told by SAP that it would take 2 yrs and $10M to implement their HR system. Our average time for a HRMS -
implementation is 4.8 months. i : ‘

-Need HR installed- A weakness for SAP is that they require that the HR module be installed in order for workflow to work -
properly. Workflow is based on the employees Heing set up in core HR. This can be cumbersome and costly for hen-HR
customers. With PS, we lake a different approach by providing workflow capabilities within our toolset. We can set up workfiow-
pre-defined or customized for any app, not dependent on-HR or any other module.
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- Solution Weaknesses - PeopleSoft Opp orfuniﬁc_}s '
* Not strategic/HR * Thought leadership &
solution - Best Practices
* Evolving HR Analytics. Workforce Analytics 5‘
» Manager SS is ﬁmited * Integration tovéuppl-iérs-
Mﬁlﬁ{loca} Payroll ~ + One code line. for GP

@

| ] -

in Dec. They reorganized their development organization in the last three monthis. HR and Financials now roll'up'to one person. There is 1o

-Adeguate: HR is not top priority for SAP. Doug R%d, GM of HRMS and. Mil{e Campbell- SVP and Head of Selution-Mgmt at SAP Aineﬁm left

advocate for HRMS in the development organization). As I-stated previously, SAP Is focusing on re-architecting their technology, so we will see
few improvéments in HRMS functionality. They are fot pumping a lot of doflars into HR; they think their eurrent functionality will carry them . -
through, in-the-short term. They lack HR refefences, In a recent deal in Francs, they could not produce 2 references. SAP also lacks refefences”
in Asia. They have no premier HRMS customer. i : ’ T :
PS continues to invest R&D $ in.our HRM
HCM. Our functionality in eRecruit 8.3, E
Enterprise Incentive Mgmt), Analytics an
developing more and more Best Practices;

-No significant R&D dedicated to HR AnaMcs.

solution. We have a large Product Strategy team to insuna thatwe Identify future ttends'ln
.and Service Procurement (covering contract workers), Compensation {and plans for
HR HelpDesk testify to our strategic leadership. We are thought leaders, focused on

iga says their capabilities in analyties are evolving. They deliver predefined HR infomation
cubes and reports using Bus Info Warehouse. A nt Meta report stated that PeopleSoft's Workforce Analytics products are likely to claim
5, but they do not support operational or planning applications.

early leadership. SAP and-Oracle have similar offeri .
*Manager SS is Limited: Suppor viewing and cha ging information about direct reports. Supports access to one intemal HR system and

database. There is no collaboration nor personalization. We have 3: Manager Desktops with broad functionality.

*Global Payroil: Difficult and expensive to implement: They do not have a global architecture, but rather a multiHocal solution. They have one
codeline per country so this is higher maintenance for the customer. They recommend runnirig separate databases when multiple:regions are
required (EMEA, Asia, etc). They have few references and some of the rules are written in ABAP. We can build a rule in a demo and run the.
resuits, they cannot. For instance, someone is promgted in the middle of the month and you need fo run 2 paychecks. We can show this -
modification. They have no payroll self-service (no online-payslip.) Daimler Chrysler has SAP HR in Germany.  They were giving the US the
solution for free. We won the business because of payroll-functionality (Christine Ferguson). Same is true for Genéral Motors. We also won over
SAP because of GP at French Telecomm and OECH in France. We are a rules-based product. All customizations are updated with new
releases. '
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- SAP Sales Strategies Against PeopleSoft -
~+ Plants confuysion about defirition of 100% Internet
+ Tries to exppnd deal to ERP/ Soltion sell |
. Pro‘nioté‘s inltegrei_tion_ | ’

. Malgés gverj(_deal global
» “Walk up anid Use Fuiicﬁonélity” .

!

.100% Internet: SAP tells the prospect that sqmetimes a Window client is beneficial. RS only offers you one client. We need to
educate the prospect as to why one Ul is preferable- less training, one look and feel, efc. . . :
-Expands to ERP deai: They discount heavily the HR solution in order o get the ERP business. They are known te throw in HR -
for free. Have' SAP early on price out their HRMS solutions— so you know if you have a level playing field and they are seffous
about the HRMS epportunity. They bundle thejr applications, so a customer needs to be aware that even if they do notjnstall !
HRMS, they are paying maintenance. . - ’ L . o

-Integation: Like Oracle, they claims there are a thousand- integration points between Financials and HR. If CFQ is the final -
.decision maker, Financials may have more clgut and then it may be difficult to win. - : o : : e
:Global: They know they have a larger global footprint and they try to point out our weak spot. ltis important to point out that PS

offers one global instance, with country extenslons. Home Depot, Compag and many others could not produce a global :
headcount report. PS enables them to do this uickly and easily. . . -
-Walk up and Use: This is the phrase they use during demos. We need to force the customer to look under the covers, Don't let
SAP just focus on the menus- the prospect n to see the funclionality that they would be using daily. We recently were -
recommended in a deal in the NE. We did 2 days proof of concept in our PS offices. We went through the “Day in the Life*
exercise of HR professional using our applicaions. They clearly saw the benefits and ease of use of PS. - .

|
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* Why We Win Against SAP
. Easeofuse R : h
. Pure Interne -A?éhite&ﬁi'e. _
. chkerlm v ementatlons vs. “live in Qur;lifetin;l.e”
K Singi’e global -daﬁbéétf: ‘

N ‘ | %bpleéoft:

Market Intellipence)

~Ease of Use: Regardléss of their attemipt to hide complexity with a Portal interface, it's core architecture has not changed. We
have been successful selling PSFT HRMS lnto an existing SAP Finandials customer, conducting a 2 day scripted testdiive by -
the customer. Orice SAP was forced to go beyond simple navigation of menus, the customer realized just how complex the B !
implementation and day to day operations weuli be using SAP. ’ )

-Pure Internet Architecture: SAP has two client interfaces, one for self service (java) and one for‘power users’ (windows - ’
based). I addition, SAP Top Tier Portal requirds use of a different tool set than SAP ERP applications, so training, .|
implementation and on-going support costs are higher with SAP. Use the ROI Calculator to help position lower total cost of
ownership-. ’ g : . T :
-Implementations: Consider utilizing PGS’ Accelerated Lab implementation solution.over our traditional on-site implementation
services, to speed up implementation and reduce costs. ’ - : : -

-Single global database: SAP is nota single global database, but mulli-locals. Some code is shared, but each country code .
line is built separately. : :
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* Market Shar

[

* Oracle
- sar
. Lawson

* Q&A

* Market Intelligence Functlon
° HRMS Mai'ket Overview

Cbmpetitor U]pdate

re and Live Customers '

Agenda _

s

We’re pleased to have 4 sales managers from Paris , Sydney, Teaneck and

Chicago present their recent.
what they did to successfully

close the deal.

wins. They’ll discuss the compet:tor s tacties and
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* Lawson Streng|
* Low implemen
. Verticél expert
» Solution Streng
* Drill Around

» ‘Self-Service is

ths
itation costs
lise

i

» Recruiting Solution

—

an intitive paradigm for Life Evgnfs"

Poonl:

Market Intelligence]

Low Implementation Costs: They strive for 1
includes 6 months free. They'll throw out a numb

fees because weé have heard they tend to brin
customer with a "to do" list and fet the custon]
same consulting resources are billing two cli
implementation. Ouir response to this low implem
with deeper functionality. We need to remember t
Stock Admin and Pension- showing the prospect

has misrepresented their technology capabilities.

application suite, they see the value and are willin
to show their bensgfits functionality and they could

»Vertical Market focus: They are focusi
financial services and public sector. Le
their strongest verticals. They strengthen
PSA vendor. The reality is that their prod
We have beat them numerous times in thei
in Q2, before we even had healthcare refere
numerous services industries as reference

*Drill Around: offers easy navigation wit
including reports for every data element i
code table and then one click get to job sa
~ delivered. It is important for us to conduc
processes. Then we can build a demo envi

*Seli-Service: the navigation is user frien
provide links to the partners’ sites. OQur se
in integration to our suppliers.

*Recruiting: They’ve developed a reputal
rebundled the solution back into their suit

~ ] +

:1 service ratio to license fee. Standard maintenance is 16% of list price and

i

for implementation right at the start of the deal. Lawson is alile to offer low
g consullants to a customer site for a few weeks. Then they leave the

er do the work. They then prooeed to another customer site. So the
nts. Lawson states that they are less confi gurable, but this aflows for easier

tation claim is that with PS; you are getting-a more comprehensive ‘'sOlution

keep it simple when we are compeling against Lawson, but we can present

at we can grow with them. At Keystone Services and other accounts; Lawson

en the customer understands what they receive with PIA and our :

to pay the price. At Sarasota hospltai the prospect repealedly asked Lawson

ot. The bottom line is Lawson offers less, so they can charge less. »

g on 5 industries - healthcare, retaJl profess10nal services,

an Brothers states that healthcare and professional services are
their position in Prof Sves with the acquisition of Accountd, a

cts are horizontal and they just market a good vertical story. -

it strongest vertical- healthcare. We closed Sarasota ‘Memorial

rences-on 8. We also have the the top 10 ]argcst companies in

able customers,

th the ability to point and click at every level of the apphcahon,
n the database. On one page, with one click you can get to job
lary. This is View only. It is hard coded/ pre—deﬁned and pre-

t a thorough survey so we understand the prospect’s business
ronment that highlights easy navigation.

dly- based on game of life. We need to point out that they only
If-service offers much more than nice navigation, we offer built-

ion in the recruiting market after acquiring iJobs in 1999. They

£ in 2001. They offer a stand alone or hosted solution. Some 31
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LAWSON™ il _ !
Lawson Weaknesses PeopleSoft Opportunities - ‘ '
- Global functionality -+ Make every deal global | |

> Insight 8 references Provide PS8 refel_ret_x:es
» Targets up market with - Focus on HRNlrvana,
mid-market funictionality . not transactional data-
. Web—deploy_abﬂ - Showcase PIA -
~+ Poor SI alliances - Big 5 partﬂ,erShips

‘Focus on PS strengths

[5']
Z] ®

- Negative selling

IhoﬁlEéoﬂ :

Mariet Intelligence

.Global- One of their strategic initiatives is to improve their glohal functionality. They cannot handle one global instance. Kanji » .
support is 2 yrs away. Gartner stales that they Product, Presence and Partnerships to be successful globally. Schamberger |
- a multi-national company- was a big win, but they promised that they would de whatever it takes to get them up and running. i
We have localized product in 20 countries and stpport 11. languages.We have an aggressive plan to continue to roll out Global
payroll in more couritries. This year we are introducing product iii China and'india. -

-No references- Analysts and ex-employees cauld not cite a live, referenceable Insight B customer. They have 1800 customers |
in tolal, about 1000 on HR/Payroll. Not much new funclioriality in-8, so customers do not feel an urgency to upgrade. The ". ’
majority of their customers are mid-market- they are risk adverse, have limited budgets, and are not {ooking for new. functionality
such as ESS or recruiting. We need to highlight our success stories with 8. We have 375 customers live on PS8 HRMS. .

“Focusing or the up-imarket- that is where they want thelr 150 sales reps to concentrate. Yet, they dor't have the functionality -
to compele. They. play best in the mid-market, but they are'more expensive than Ultimate. They are confusing their customers - -
are they a mid-mki player or in the Big Leagues? They have an anii-Pariner attitude- this makes it harder for them to.gel into the
big accounts. We are the-#2 ERP player. 8 of the top 10 Global 500 companies are PS customers. We are a Tier 1 vendor and
also offer a strong competitive offering to the Mid-Market with our Accelerated Solutions. IR B )

‘Web Deployable: Lawson has Java on'the clignt, similar to Oracle. Only their SS is 100% Intemet. They define themselves as -
web deployable and web centric. In January they appointed Brad Benson, formerly at PS, SVP of Product Development. Lawson
has conceded that their applications are difiicult to configure and they must use industry standard tools.They are re-architecting
their technology. The main question is can thiey #fford o support 2 code lines during the techinology transition? Scheduling a
hands-on workshop where prospects can come nd test drive our software works well to expose Lawson's technology '
deficiencies. } . o

.51 Alliances: Because of Lawson's low implementation costs, the Big 5 don't work with.them a lot because it is not profitable for
them. This hinders them from getting into big actounts. They have had an anti-pariner atiitude, but they are changing their -
strategy. We have strong relationships with the Big 5. Most importanily for Healthcare, we have a successful and profitable
partnership with CGE&Y. They were instrumental in our win at Sarasota Menmiorial. C

-Nedative Selling: Sales managers have said that Lawson bashes PS to the prospect early on and throughout the sales cycle.
They'll talk about our high implementation costs pnd tell the prospect to “cotmt the clicks™ (which VIl talk more about shortly.) We -
need lo educale the prospect about the robus ss-of our solution and if they-are mid-market, we can grow with them. Prospects
tell us that they don't like to hear one vendor bad-mouthing another. '

\
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C Laweon
FSolution Weaknesses. PeopleSoft ODDortumtres v‘ -..
* Basic HRMS ?su1ite .. Collaborate Apphcatlons |
¢ Limited Analytics . Posmon WFA
» Unproven worl ow e Integrated workflow -

* No Upgrade assistance . ¢ Stress Upgrade Manager
* Less configurable . PeopleTools '

1. Market Intelligence|

Basic HR functionality: 3 modules only (HR, B

and Canadian Payroll. Lawson has no thought lea
recently merged HR and Financials together and
have no-Payioll Interface- claim they can build
for each interface. We need to position the bre:

~Analytics: Lawson has a sel of metrics that leok nly at HRMS data that is resident in the Lawson- system They have nothing.
that competes with-Woikforce Rewards or Workfofce Planning. PeopleSoft WFA delivers over twice the number of metrics that
Lawson delivers and canindude information comi g from virtually any system. We couple our compensation planning .
functionality with retention planning functionality in Workforce Rewards. Lawson has no reiention planning engines. Withthe -
newest release of WFA (EPM 8.3 - GA Dec,-2001), Workforce Planning lets customers eslablish I' ks between their strategic
business objectives and their workforce developm _nt plans. ‘ )

-Workflow: Remember when we beat them up use they used a 3™ Party workforce tool? They reoenﬂy bu'lt their own
workflow tool, which is embedded into the product, But, they only have about 50.pre-built business processes. The customer will
have to build a Jot more during their implementatiop. We offer our customers 200 pre-built applications —which are best praeﬂcel
business processes maps. This lowers the cost of wnersh:p We help our customers get a bigger head start during therr
implementation.

~Upgrade: As part of our PeopleTools, we offer U grade Manager that automatmlly points out customlzahons that have been
made. ThlS tool makes the upgrade process run quicker and smoother. Lawson has nothmg similar which makes their uglade
process more cumbersome.

-Less Configurable: Lawson's tool sel is not as :Ebust as PeopleTools. We offer a higher Ievel of conﬁgurahon and

» Admin & Pa’yroll) Manager Sell-Service is mostly Vi V‘évr'enly 'Only offerUs
ers or innovators in their HRMS Product Development organization. They.
@ group is led by a Financials person They treat HR as a step child. They

and depth .of our comprehensive suite.

personalization, due to our componentization and

due o the fact that our software is more configurable

for $75K. Need to tell prospect that if they have more than one site, ey pay. i

bject-Oriented architecture. Our value proposition t6 the customer is greater :

33



N

‘ LAWSON™ Al
. Lawson’s Sales Strategies Against PeopleSoft
S Pléys the role of the deal spoiler . -
 Count the clic '
* You're buyin :a»t(_)olset with ?eopléSoﬁ;
~ Only demos Se lﬁSefviCe |

« PS is more than you need and expensive

PeopleSaft |
Market Intelligence] -

-Deal Spoiler: fhey have the tendency to not tell the truth about_.thei(‘tei:hnology and product functionality. Sales
Managers need to spend time countering thejr claims. They can get the deal off track. They heavily discount, -
sometimes early on, and prospects can use them to lower the PS price. . . o

.Count the Clicks: Lawson telis prospect to fcount the clicks” in a PS demo. They say we need ta go through many
screens to get to the area where we want to be. PS needs to know beforehand the prospect’s business processes so \
we can customize the demo and present a smooth and easy process. They try.to demo-first to create an impression

of ease of use: If we go last, it is important to|educate the evaluation team to make sure they dig under the covers ..
and ask the right questions. Their technolog deficiencles will be apparent after ourdemo. ' : -

~Toolset: Lawson claims they offer all the functionality out of the box. They pitch “configured-based™ rather than
tools-based. With PS, you need to use Ptools to get the functionality you need. In all Lawson demos, we needtobe’
careful how many times we answer a questign with Ptools. Stress that our software is configurable. )
-Self-Service during Demo: Stays at a high level. Doesn't get down to functionality details. it's important to have
the prospect ask questions about what is behind the self-service menus. In numeraus deals, Lawson has said their
technology is equal to ours. When we prove {o the-prospect that this is a false statement, that is usually the turning
point for us in the sales process. : : : :

-PS is more than you need: Lawson bashes PS in the demo by saying we are complex - look how many people
they need to demo their product. They repealedly say they have the required functionality at half the price. And they
claim they are cheaper to maintain. A company would need less than a full time IT person. With large customers,
they promise premiere customer service. They say, with PS the customer will be a small fish in a big sea. Foran
unsophisticated user, Lawson can appear atiractive. Their product is adequate and they discount heavily. Prospect
needs to realize they are getting more from PS. Very important to educate the user, at the level of where they are

today. Lawson has lower TCO because they have a smaller architecture imprint on the organization. Customers choosing Lawson are looking
for a tactical, functional solution. With PS, the customet is investing in a strategic, enterprise business solution. ;
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*Provide a brief backgroun

*What were the pro
accomplish with a 1
makers?

d to this opportunity: v
spect’s pain points? What were they trying to
ew HRMS system? Who were the key decision-
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* Why We Win Against Lawson
Quahfy thie dLal

v ' " -
. Con51der a'h ds-on workshop at: customer SIte ‘

> Focus on téc ology & PIA -
. Global solu’u n
+ Foous on HC | N1rvana not ]ust transactlonal data

*Deal Ouallﬁcahon if it is a mid-market opportlmlty and the orgamzatlon is not Iookmg for a strategic’

HCM solution, but only to “get the job done’ with an HR transaction based solution, you will want to

qualify it heavﬂy, especially in Healthdare or Retail. In healthcare deals, where First Consulting Group
(FCG) is running the evaluaton keep ‘mind that we have yet to win a deal versus Lawson when FCG !
runs the evaluation. | . : -

" -Hands-On Workshog Quickly proves to prospect Lawson just has a slick demo, no deep functlonahty .
in the product. Show that we offer easy navigation, easy to conﬁgure the software, robust functionality. -

*Technology: Lawson self service is Ht’ML but core HRMS modules are Java based Lawson’s

solutions are not easily configurable; need IT resources to make changes.

»Global solution — Position the bigger h)lcture advantage of PSFT’s Global reach. Lawson offers US and
Canadian Payrol only.

*Human Capital Nirvana: We are thé thought leaders. We don’t just focus on back-oﬂice transachons
Helpful with deals against Lawson to show some functionality that the prospect is not asking for- such as
EPM or Stock Admin- in order to prove that we can grow with the company. You may not need this now,
but in 3-4 years we will have the functionality that you need to fun your business. Stress robustness of

solution.
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Recap
* Lessons Learned from Successful Deals
* Map prospect's business requirements to PSFT
solution = | T -
* Customize the demo to the audience =~ |-
* Lead with technology - ; o
* Position Pension, Stock & WFA to show thought
leadership : o s S
* Engage partners early
* Use ROI Calclifators to show the value
* Create relationships at every level |
* Make it look si
* Use references and replacements

‘ PoopleSoft
Market Intelligence

; \
\

“This slide captures the essepce of what we need to do as Sales Professionals
when we build our Account Plans for each account we engage:

-Map prospect’s business requirements to PSFT: Do a thorough survey, and include
the ROI calculator questions as part of the survey, with the high level results delivered
during our initial presentation wjth Executives present Identify the business
requirements and map them to the demo. Know your prospect's industry’s concems.

*Customize the demo- don’t over demo :
“Technology: if you get IT to understand the benefits of PIA early, your path is
-smoother- could be a single souirce deal. ' L
*Position Pension, Stock: Evan if the organization.does not need it or it will be a stage-
3 implementation, briefly demoipg these solutions shows our thought leadership and the
completeness of our offering. We win because we understand HCM and we can show
how the prospect can achiéve their goals. We know they won't buy everything today, but
we show they can grow with our solutions. Talk about how PS$ is involved in HRMS
Professional organizations. We have local and global user groups, we are always’
arnticipating our customers’ needls. Highlight SSand stress supplier integration.
*Partners: Partners can serve as valuable coaches and influence accounts. .Example: -
IBM can have many relationships within an account based on hardware, database, .
consulting. We can pick the area of IBM we want help with when we sell a deal eg.,
DB2 Sales Reps. ! '

"ROL: Use the ROI calculators for self-service, portal and WFA. Our integration with
suppliers - like no need to have hard copy of Providers’ Directory is a clear savings.

-Relationship: Important to engage the right people at the comrect time. Use people in
prospect's organization that possess PS experience from a prior job. Use creative
tactics to get to executive management, and bring in PS executive management early
rather than late in a deal — it should be part of your Account Plan. Responsiveness and
staying on top of the deal goes a long way. Prospects remember our professionalism
and product knowledge.

~Make It Simple: Especially against Lawson and in mid-market deals, we need to show 37
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How many Oracle customers havé_ upgraded to 1R
a) 10% o
b) None
c) 50% ,
d) All Canadian customers -

e) All Financial Services customers -

QUIZ-#1

Answer: A
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"Answer: A

One reason that

b) Mac thou
~with Oracle

¢) Oracle had:

MCDonald’ swas: o
.'cjl)' Oracle jpr(‘)'nnsed _localf_ﬁmctionali.ty in
‘Burkina F;j:) and nieighboring countries

d) Mac was wowed by the number of live 111
Payroll references

Qijiz-.#z N .

contrlbuted to Oracle S wm at

it was a pleasure to do busmess
and Lary .

ore SS transactlons than. PS

|
I
.
|

|

|
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We Close Deals because:.
dine the prospect

- golf

_process

Executive Management

QUIZ-#3
a) PS has the largest expense accounts to wineand |

'b) We always let the prospect S executlves wm at

- c) We build relatlonshlps at every level of the
~ organization and are responswe throughout the |

d) We bypass the evaluatlon team and focus on

Answer: C
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| QUIZ - #4
Oracle Sales Tactics against Peo‘kaoﬁ

include:

a) Havmg their executives take an actlve role
early in the sales process

-b) Cr_eatlng FUD (fear uncertainty and doubt)

~ about infegration issues

c) Following the script and domg detalled
demos

d) Developing strong relationsh_jps with the
evaluation teams

Answer: B
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QUIZ-#5

One reason we win against Oracle is:
a) We suppo' more languagé,S' .
b) We areal ays cheaper

our prosp t’s CEO -

c) Cralg Conway offers. free customlzatlon to

ger Organizations_» runmng our

Answer: D
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solution - o
b) Recruiting Solution
€) Self-S‘ervitcé_BéneﬁtS
d) Analytics

SAP’s HRMS suite lacks: - .
a) Single g‘lolpal architectu_ré_ for. Payro'll' L

- QUIZ-#6.

Answer: A
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b) Expandin
c) Aand B
d) Offering

- SAP sales tactics against Peopl-eSpﬁ mcludg%':'
a) Planting confusion about the Friternet .

g the deal to an ERPsell

ski trips to Walldorf in February

QUIZ-#7

Answer: C
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a) Global functionality

~ c) Technical architecture -

d) Drill around capability

QUIZ-#8

A perceived strength of L.av_vSon to be aware is:

b) Canadian Payroll installed base . -

Aﬁéwér: D
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A reason we

customer’
b) We answe

QUIZ-#9

win against Lawson is:

a) We schedule hands-on workshops at

S SIte
T every questlon w1th

“PeopleTools
c) We offera 1:1 serv1ce ratio to hcense fee
d) Our demos focus on Self-Service

AﬁsWer: A
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QUIZ - #10
Un’i_que Differentiators of PeopleSoft8 HRMS
are: R
a) Stock Aanninistration, Wbrlcforce Rewaids

& Pension : '
'b) Canadian Payroll
¢) HR country extension for France
d)-C.ompensaltion solution

- Answer: A
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AnsWér Key
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